A good education process start from preparation of superior human resources. Formal education is carried out in the education unit will be the center point of the process of education and become a benchmark in the management of education as a whole, hence the school as an educational organization to be able to optimize the overall performance of existing resources as well as the components of the organization in order to achieve the objective of educational process at school. From the set of resources that the key to the success of the educational process at school, while teachers are the most influential resource in achieving the goals of education in schools. Teacher performance in the execution of their duties as educators and teachers will show how the planned objectives will be achieved. Teacher performance will show how teachers carry out their professional responsibilities as educators.
I. Background of the Study
A good education process start from preparation of superior human resources. Formal education is carried out in the education unit will be the center point of the process of education and become a benchmark in the management of education as a whole, hence the school as an educational organization to be able to optimize the overall performance of existing resources as well as the components of the organization in order to achieve the objective of educational process at school. From the set of resources that the key to the success of the educational process at school, while teachers are the most influential resource in achieving the goals of education in schools. Teacher performance in the execution of their duties as educators and teachers will show how the planned objectives will be achieved. Teacher performance will show how teachers carry out their professional responsibilities as educators.
Gage and Baliner in Sagala explains that teachers have a professional responsibility as educators to change the behavior of learners towards certain maturity. The process of changing the behavior of learners is done with a series of activities in educating and teaching activities are carried out in the education ecosystem in the school where the teacher is a component that has a decisive role.In view of the national education system in Indonesia is seen as positions teacher profession mention teachers are professional educators with the primary task of educating, teaching, guiding, directing, train, assess and evaluate students. This view gives meaning teachers must be demonstrated productivity through maximum performance that will be measured by the achievement of graduates' standards competency. So that the performance of teachers be an essential part of getting attention, both for the principal as the manager, government funders and foundations, as well as user education services.. Understanding of the performance through a management perspective as well as looking at the performance of teachers in education management. In education management, according to the theoretical approach of organizational behavior, school as an organization would be an effective school if the teacher can show the maximum performance. The performance of teachers is seen as the success of teachers in implementing the tasks and responsibilities including the ability to achieve the goals and standards stated. (Danim, Sudarwan. 2008: 83) Teachers as a determining factor in the organization of the school, became an important part that must be managed in a serious and sustained, due to improper management of the teachers will have an impact on the quality of educational output, ie. Students' achievement and overall school performance. At a presentation of the study carried Supriya Heyneman & Loxley in 1983 in 29 countries found that among the various inputs (input) that determines the quality of education shown by student achievement, one third is determined by the teacher. The study showed in 16 developing countries, teachers contribute to the learning achievement of 34%, while 22% management, 18% of study time and physical infrastructure 26%. In the 13 industrialized countries, the contribution of teachers was 36%, 23% management, 22% of study time and physical infrastructure 19%. These data indicate a necessity to put the performance of teachers as key to the school management.
Several other studies show how the condition of the quality of education and quality teachers today, and to see the performance of teachers. Results of research conducted by Sudjana showed that 76.6% of student learning outcomes are influenced by the performance of teachers, with details: the ability of teachers to teach contributed 32.43%, mastery of the subject matter contributed 32.38% and the attitude of teachers to subjects contribute 8.60%. The results of these studies indicate that the performance of teachers into the factors that determine the quality of education. While Fasli Djalal argued that the competence and skills of teachers remains low. This is in line with the opinion Kustono Djoko said that the quality of teachers in Indonesia is still relatively low. Theories of organizational behavior at this time developed many experts and have shown how individual performance will affect the effectiveness of the organization, and the factors that cause an individual effectiveness in the organization. The organization will run efficiently and will continue to live, if it can strike a balance between the achievements of organizational goals with individual needs. Elton Mayo through Howtorn trial, has shown that the classical approach cannot achieve production efficiency and labor harmony. For that leaders work to resolve organizational management with a view of the patterns of behavior of workers, especially human relations. (Robbins, Stephen P. 2008:3) .
To determine the factors that affect performance, Mc. Shane and Glinow develop a model of organizational behavior. The model they developed known as the Model of Individual Behavior and Results. This model shows the four factors that affect the performance of the individual that is the motivation, capabilities, roles, perceptions and situational factors. According to Shane and Glinow if four of these factors weaken the individual performance will be reduced. Motivation, capabilities, roles, perception and factor this situation is determined by the individual character of value. (McShane, Steven L., and Glinow, Mary Ann Von.
2007:24).In the development of organizational behavior theory, several other theories put forward, such as presented by Colquitt who developed the Integrative models of organizational behavior. The model explains that job performance is determined by (1) the mechanism of the individual in the form of job satisfaction, stress, motivation, trust, fairness and ethics learning and decision making, (2) the individual characters in the form of personality, or the personality and cultural values as well as the ability, (3 ) mechanism in the form of group leadership, behavior style of leadership: the power of influence, group process, and character group, and (4) the organizational mechanism in the form of organizational culture and organizational structure. (Colquitt. 2009:65). In Phase II Organizational Behavior models developed by Robbins, explained that individual performance can be seen on productivity, absenteeism, employee turnover, citizenship, satisfaction. According to the performance of individuals affected by the behaviors at the level of (1) the individual in the form of characteristic biographical, personality and emotions, values and attitudes, abilities, perception, motivation, individual learning and decision making, (2) group in the form of change and stress, communication, conflict , power and politics, the work team, group structure, leadership and trust and group decisio n making, and (3) the organizational system in the form of organizational culture, work design and technology, and policies and human resources practices. All factors at each level of this analysis interact with each other and give effect to the performance of individuals. ( Explanation of the variables related to the teachers' performance described above can be seen from: (1) work satisfaction, (2) achievement motivation, (3) the competence of teachers, (4) the principal's leadership, (5) the school environment to establish a school culture. This research aimed to reveal the direct and indirect effect of exogenous variables to endogenous variables of teachers' performance.
II.
Literature Study Professional teachers are teachers who have the competencies required to perform the task of education and teaching. Competence here include knowledge, attitudes, and professional skills, both personal, social, and academic. In other words, the definition of a professional teacher is a person who has the ability and expertise in the field of teacher training so that he/she is able to perform its duties and functions as a teacher with a maximum capability. Professional teachers are educated and trained, and has a rich experience in the field. (Kunandar; 2007:47) A professional job requiring special requirements, namely (1) requires the skills based on the concepts and theories of science are profound; (2) emphasis on a particular field of expertise in accordance with the profession; (3) requires an adequate level of education: (4) their sensitivity to the social impact of the implementation of the work; (5) allows the development in line with the dynamics of life. In addition to the above requirements, the professional requirements also in the form of (1) has a code of ethics, as a reference i n carrying out its duties and functions (2) has a client / service objects that remain, such as a doctor with a patient, a teacher with a student; (3) recognized by the community because it is needed services in the community. 
Principal Pedagogical Leadership
Leadership is the ability to influence a group toward achievements. There are several definitions of leadership suggested by experts. Stephen P. Robbins. (2008:432) said the leadership of which is the behavior of individuals who direct the activities of the group to achieve common goals. While Katz, Daniel & Robert L. Kahn (1978:192) said that leadership is the additional influence that exceeds and is above the mechanical needs in directing the organization on a regular basis. Yukl (2001:7) said that leadership is the process of influencing others to understand and agree about what needs to be done and how it can be done effectively, and the process of facilitating individual and collective efforts to accomplish the shared objective.
Several studies on leadership has produced theories about leadership. Kartini Kartono (2008:71) summarized from Terry some leadership theories as follows: (1) When linked with the principal as a leader in his/her school, the functions of the head of the school there are seven kinds are known by the term "emaslim" namely: (1) the principal as an educator, (2) the principal as a manager, (3) the principal as administrator, (4) the principal supervisor, (5) the principal as leader (leader), (6) the principal as an innovator, and (7) of the principal as a motivator. (Ahmad, S, 2001:41) .
The school principal quality is principals who have basic skills, personal qualifications, as well as the knowledge and professional skills. According to Tracey (1974:55) , basic skills or abilities is a group's ability to be possessed by any leader level, which includes: conceptual skills, human skills and technical skills.
School Spiritual Organizational Culture
School Spiritual Organizational Culture is a school culture that recognizes that people have an inner life that nurtures and nourished by meaningful work that exist in a community context. Schools with spiritual culture recognizes that people who have the mind and the spirit, trying to find meaning and purpose in their work, and wish to connect with other human beings and want to be part of the school community.
According to Sutrisno (2010:2) organizational culture is defined as a system device values (values), beliefs (beliefs), assumptions (Assumptions), or norms that have long been in force, agreed upon and followed by the members of an organization as a code of conduct and solving the problems of the organization. In the culture of the organization occurred socialization and internalize the values within the members. There are five groups of approaches to the study of culture, namely: (a). an evolutionary approach; (b) particularism approaches; (c). functionalism approach; (d) the culture of materialism approach; and (e) idealism culture approach.
By adapting the characteristics of organizational culture identified by Robbins (2008:46) , the school with the spiritual culture of the organization has the following characteristics (1) Focusing on the goal. Despite the important financial benefits, but a spiritual organization does not make financial profit as a primary value, (2) Focus on Individual Development. Schools that have a culture of spiritual organizations recognize the value of people in the school environment. (3) Trust and Openness. The characteristics of the school with spiritual organizational culture is mutual trust, honesty, and openness. (4) Empowerment. Climate of high confidence in the school environment with spiritual organizational culture when combined with the mission to advance learning and growing competence of teachers, school management resulted in empowering teachers and other school staff. (5) The tolerance on the expression of the school community. The last character that distinguish the spiritual organizational culture based school is that they do not cripple the emotions of the school.
Job Satisfaction of Teacher Development
Job satisfaction is a person's general attitude towards work which shows the difference between the number of awards received by workers and the amount they believe they should receive. ( (1) need fulfillment that is where the satisfaction is determined by the level of job characteristics that give the individual an opportunity to meet their needs, (2) discrepancies is where satisfaction is determined by expectations, if the expectation is greater than the received, people will not be satisfied, (3) the value Attainment is where satisfaction is the result of the fulfillment of the value of individual work, (4) equity is where satis faction is a function of how fairly people are treated in the workplace, and (5) the genetic component is where job satisfaction is partly a function of personal characteristics and genetic factors (Kreitner, Robert and Angelo Kinicki; 2001:225). Growth satisfaction is job satisfaction of teachers who have a high value for duty of his profession. Thus, to be able to assess job satisfaction of teachers in carrying out the task of the profession can be seen by measuring job satisfaction development acquired in school. In detail, this satisfaction will be measured by indicators (1) their job satisfaction gained from the award provided by schools to the achievements of teachers in the task of his profession, (2) the recognition of principals and others in the school environment on teacher performance, (3 ) the magnitude of the responsibilities given to the school to teachers, (4) the opportunities and the chance provided by the school teachers to go forward, (5) their attitudes job satisfaction itself that encouraged him to continue to grow, and (4) their chances of career development given the school to the teacher.
Teacher Achievement Motivation
Motivation is the power, the urge, the need, passion, pressure, or psychological mechanism that encourages a person or group of people to achieve specific achievements The set of processes that arouse, direct and maintain human behavior toward attaining a goal. We define motivation in regard to organizational behavior as the willingness to exert high levels of effort toward organizational goals in other so satisfy some individual need. Achievement motivation is the desire of the individual to achieve excellence in accordance with the standards that have been set. While Chalpin explains that achievement motivation is (1) a person's desire for success, (2) a desire to be involved in the task, and (3) the desire to succeed in carrying out the difficult task. While individuals who have high achievement motivation can be seen through the characteristics (1) happy to work hard to achieve success, (2) like the situation to assess their own progress and success, happy to perform the control personal top performance of its duties, (3) tends to act or set a realistic option, (4) From the description above can be concluded that the achievement motivation of teachers is the desire of teachers to achieve with high standard in tasks profession that meets the characteristics (1) had a desire to do something better, (2) trying to get the responsibility for solving the problem, (3 ) trying to get feedback on their performance quickly so that they can make improvements, (4) have a challenging goal, (5) did not like the success obtained by chance or because the factor of luck, (6) is more like a challenging job skills, and ( 7) obtain a sense of achievement and satisfaction from the work done. Rivai. (2004:14) state the notion of performance nearly equal to job performance is a comparison between the results of actual work with labor standards set. In this case the performance is more focused on the work. This shows that the "Performance is the result of work that can be achieved by a person or group of people in an organization, in accordance with the authority and responsibilities of each, in an effort to achieve the goals of the organization concerned legally, does not violate the law and in accordance with moral or ethics". Gibson (1996:28) , Stolovich and Keeps (1992:53), Robbins, Stephen P. (2003:235) state that there are three performance perspective, namely (1) the performance of the individual, in the form of employee contributions in accordance status and role in the organization (2) teamwork, in the form of contributions made by the employees as a whole; and (3) the performance of the organization is the real contribution of the performance of the individual and the team as a whole. While Dessler (1997: 235) , and Sutrisno, Edi. (2010:149) states that a person's performance can be measured by its ability to: (1) Skills planning: a) assess and set priorities from the field results, b) realistic designing long and short term plans, c) anticipate the problems that might be and constraints barriers towards achieving the required results; (2). Organizational skills: a). classifying activities for the optimal use of the sources of personnel in order to achieve objectives, b). clearly define responsibilities and limits of authority for subordinates, c) minimize confusion and inefficiency in work operations; (3) Skills directs: a) the ability to guide and supervise b) emphasizes the process of motivation, communication, and leadership; (4) Skill controls: a) Setting a proper procedure for informed on the progress of the work of subordinates, b) identify deviations in the progress of work purposes, c) adapt the job to be able to ensure that the goals set have been achieved.
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III. Research Methodology
The method used in this research is quantitative research. To analyze one variable to another variable used path analysis. Path analysis require any form of linear regression significant relationship among variables. Path analysis is used to analyze the patterns of relationships between variables in order to determine the direct effect or indirect effect (exogenous variables) against a set of causal variables (endogenous variables). Furthermore, path analysis model is divided into three types: (1) correlated path models; (2) mediated path models; (3) independent path models. This type of model in this study are mediated path models. This study analyzed the effect of one variable to another variables, namely: (1) the competence of teachers, (2) the pedagogical leadership of principals; (3) spiritual organization culture of the school, (4); job satisfaction of teacher development, (5) teacher achievement motivation and (6) the performance of teachers. The population was all teachers who teach in Senior High School in Deli Serdang district, North Sumatra Province comprise of 1089 teachers. The sample of this study using the technique of random sampling proportional Area. To calculate the number of samples used proportional random sampling technique proportional Area proposed by David De Moorgan, based on this technique obtained a sample of 284 teachers. Data collection are used a set of questionnaires that had been tested for validity and reliability. Analysis model of this research can be seen from the figure I below. 
IV. Results And Discussion
A. Description of research data Data collected from each variable tabulated in accordance with the purposes of analysis. Furthermore, the tabulated data have been analyzed with descriptive statistics of which calculates the value of central tendency and size distribution. Respectively in the following sections will describe the respective data variables. Description of data includes mean, median, mode; standard deviation, variance, minimum score, and maximum score. The data can be seen in this table below. Descriptive analysis shows that teacher performance (X 6 ) as many as 54 teachers or 19% are classified as low, 185 teachers or 65.1% are in moderate position, and 45 teachers 15.8% are in high position. Teacher ability (X 1 ) based on the data reveal that 42 teachers or 14.8% are still low, 69.0% are in moderate and 16.2% are high. Principal Pedagogical Leadership (X 2 ) from the data reveal that as many as 61 teachers or 21.5% are in low position, 178 teachers or 62.7% are in moderate position, and 45 teachers or 15.8% are in high position. Organizational Culture of School Spiritual (X 3 ) based on the data reveal that 43 teachers or 15.1% were still in low position, 194 teachers or 68,3% were in moderate position and 47 teachers or 16.5% were in high position. Job satisfaction of teacher development based (X 4 ) on the data can be classified into three categorize, 49 teachers or 17.3% were in the low position, 185 teachers or 65.1% were in the middle position, and 50 teachers or 17.6% were in high position. Achievement Motivation (X 5 ), based on the data as many as 52 teachers or 18.3% were in low position, 187 teachers or 65.8% were in moderate position, and 45 teachers or 15.8% were in high position. All these variable had been checked for normality, linierity, homogeneity and independency of variables as a requirement to further analysis.
B. Model Analysis
Based on the path analysis, the results of the coefficient correlation and t-values to indicate whether the model is significant or not significant can be seen on the table below. Based on the further analysis, the whole effect of exogenous variables to endogenous variables can be seen from the structural model below:
Figure 2. The Results of Structural Model of Research
Based on the Figure 2 , it can be calculated the direct effect, indirect effect and total effect among exogenous variables to endogenous variables as shown in Table 2 . 1. Job satisfaction of teachers' development is effected directly by the teacher's competence. The better the competency of teachers in the form of knowledge, skills, and attitudes of the better growth and development of teachers, appreciation for the achievements of teachers, the opportunity to realize the independence, and the opportunity to improvise and self-development, all of which have been accommodated in the development of teachers' job satisfaction. 2. Achievement motivation of teachers is affected directly by the merits of the competency of teachers. The better the competency of teachers in the form of knowledge, skills, and attitudes of the better achievement motivation that teachers have the form: The desire to do something better, Trying to get feedback on the performance, Has a challenging goal, not like the success that chance, like a challenging job skills, and have the satisfaction for the achievements and efforts done by the teacher. 3. Teachers' Competence are very significant direct and indirect effect on teacher performance. The better the competency of teachers in the form of knowledge, skills, and attitudes of the better performance of teachers have the form: Demonstrated ability in planning quality learning, Demonstrated ability in conducting teaching and learning quality, the ability to implement educational assessment using the proper technique and use it for various purposes, teacher professionalism quality of appropriate behavior, curriculum implementation, implementation of self-development, and the Achievement of teachers and learners. 4. Principals Pedagogical leadership highly significant direct and indirect effect on the job satisfaction of teachers' development. The better the pedagogical leadership shown principals include: authority, modeling, reinforcement, pedagogical affection, firmness and sincerity, the better the growth and development of teachers, respect for the achievements of teachers, the opportunity to realize the independence, and the opportunity to improvise and self-development. All this is accommodated in the development of teacher job satisfaction variables. 5. Pedagogical leadership of principals directly affect significantly the achievement motivation. The better principal pedagogical leadership shown include: authority, modeling, reinforcement, affection pedagogical, firmness and sincerity shown and given the principal, the better the achievement motivation that teachers have in form: The desire to do something better, trying to get feed turning on performance, have a challenging goal, which incidentally does not like success, like a challenging job skills, and have the satisfaction for the achievements and efforts of the teachers. 6. Pedagogical leadership of principals is significant direct and indirect impact on teacher performance. The better leadership pedagogical shown principals include: authority, modeling, reinforcement, affection pedagogical, firmness and sincerity shown and given the principal, the better the performance of teachers have the form: Demonstrated ability in planning quality learning, Demonstrated ability in implementing quality teaching and learning activities, the ability to implement educational assessment using the proper technique and use it for various purposes, the behavior appropriate quality teacher professionalism, adherence to the curriculum, the implementation of self-development, and achievements of teachers and learners. 7. Spiritual organizational culture of the school is very significant direct and indirect impact on job satisfaction of teacher development. The better the organizational culture spiritual schools including: pay attention worthy aim, usefulness, noble values and humanity, Focus on individual development, trust and openness, empowerment, and tolerance on the expression of the school community, the better the growth and development of teachers, respect for achievements of teachers, the opportunity to realize the independence, and the opportunity to improvise and self-development, all of which have been accommodated in the development of teachers' job satisfaction. 8. Spiritual organizational culture of the school is very significant direct effect on achievement motivation of teachers. Culture spiritual organization of the school include: paying attention to the valuable usefulness, noble values and humanity, Focus on individual development, trust and openness, empowerment, and tolerance on the expression of the school community, the better the achievement motivation that teachers have the form: The desire to do something better, trying to get feedback on the performance, had a challenging goal, which incidentally does not like success, like a challenging job skills, and have the satisfaction for the achievements and efforts of the teachers. 9. Spiritual organizational culture of the school is very significant direct and indirect impact on teacher performance. The better the organizational culture spiritual schools including: Regardful worthy aim usefulness, noble values and humanity, Focus on individual development, trust and openness, empowerment, and tolerance on the expression of the school community, the better the performance of teachers have the form: show ability in planning quality learning, demonstrate the ability to carry out activities of teaching and learning quality, the ability to implement educational assessment using the proper technique and use it for various purposes, the quality of appropriate behavior professionalism of teacher training, enforceability of the curriculum, the implementation of self-development, and achievements of teachers and learners. Job satisfaction teacher development is very significant direct impact on teacher performance. The better the job satisfaction teacher development which include: the growth and development of teachers, appreciation for the achievements of teachers, the opportunity to realize the independence, and the opportunity to improvise and self-development, all of which have been accommodated in job satisfaction variables of teacher development, the better the performance of teachers have the form: demonstrated ability in planning quality learning, demonstrate the ability to carry out activities of teaching and learning quality, the ability to implement educational assessment using the proper technique and use it for various purposes, the quality of appropriate behavior professionalism of teacher training, enforceability of the curriculum, the implementation of self-development, and achievements teachers and learners. Achievement motivation of teachers are very significant direct impact on teacher performance. The better the achievement motivation that teachers have the form: The desire to do something better, trying to get feedback on the performance, had a challenging goal, not like the success of which, incidentally, like a challenging job skills, and have the satisfaction for the achievements and efforts made the teachers, the better the performance held by teachers include: demonstrated ability in planning quality learning, demonstrate the ability to carry out activities of teaching and learning quality, the ability to implement educational assessment using the proper technique and use it for various purposes, the quality of appropriate behavior professionalism of teacher, adherence to the curriculum, the implementation of self-development, and achievements of teachers and learners.
V. Conclusion
Based on previous findings it can be concluded that all exogenous variables significantly direct or indirect effect toward endogenous variables. The better the competency of teachers, Principals pedagogical leadership and organizational culture spiritual of school, job satisfaction of teacher development, and achievement motivation, the better the performance of teachers will be. Based on these findings, it is suggested to every people who is in charge to pay attention to these variables.
